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ABSTRACT 
The purpose of this research treatise was to identify specific aspects related to 
employees in a non-family owned business that can be adopted by family owned 
businesses in order to attract, attain and motivate non-family employees. 
The focus of the researched aspect was based on seven categories of business 
management, namely; governance, policies and procedures, direction and 
planning, leadership, employee development, rewards and other general related 
characteristics. 
The research commenced with a literature review, which centered on 
background information pertaining to family owned businesses and specific 
aspects related to organisation and management thereof.  It was assessed that 
very few completed research papers exit that addressed the topic as indicated 
above. 
The research focussed on a medium sized, non-family owned business within 
the consulting engineering industry.  The physical research consisted of a 
questionnaire distributed to all of the employees of the particular firm.  The 
questionnaire was made up of two sections.  The first was a typical Likert scale 
type and the second, open ended questions.  
The questions of both question sets were categorised in specific business 
control and management topics, namely: 
- Governance; 
- Policies and procedures; 
- Direction and planning; 
- Leadership; 
- Employee development; 
- Rewards; and, 
- General aspects. 
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The primary objective of this study was to identify and explore the factors that 
are regarded to be important by unrelated employees in work environment, 
specifically focusing on attaining, retaining and motivating aspects.  
The study found that the average employee prefers to have desire for formal 
management structures and see succession planning not only as an important 
sustainable business strategy, but also as an underlying motivation principle.  
Also identified were the partialities towards formal employee management 
systems, employee development, and the value of monetary rewards.  
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CHAPTER 1:  
INTRODUCTION, STATEMENT OF THE RESEARCH PROBLEM AND 
STRUCTURE 
1.1 INTRODUCTION 
The presence of family business predates recorded history (Coli, 2003).  
However, formal education and research programs specifically focussing on 
family-owned business are recent phenomena (Hoy, 2003). 
 
According to Venter (2002), the size of the family business component of the 
South African economy indicates that it is a major way of doing business in this 
country. (Adendorff , 2004; Venter, 2002; Maas, 1999). 
 
It is suggested, by various authors, that up to 80% of South African businesses 
and up to 60% of companies listed on the Johannesburg Stock Exchange, 
Securities Exchange, are family businesses (Adendorf, 2004; Ackerman, 2001). 
 
The main reasons for the growing importance of family businesses are the 
ongoing rationalisation of large businesses, as well as the inability of the formal 
employment sector in creating job opportunities (Venter, 2002). 
 
Joint research between the United States, Britain and South Africa, shown that 
successful family businesses have created a larger scale of employment and 
wealth creation when compared to any other type of business (Hugo, 1996). 
 
 Historically family firms are, for the most part, enduring institutions.  Their 
importance parallels socio-cultural advances, technological advances and the so-
called new market order associated with globalisation (Poutziouris, Smyrnios, & 
Klein, 2006). 
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Given the private nature of most family businesses, related accurate information 
is not always readily available even more difficult, is the defining criteria of a 
family business (Poutziouris, Smyrnios, & Klein, 2006). 
 
A family business, like any other business is performance driven.  Success is 
determined in part by outside forces (the market, manufacturing systems, the 
overall economy) and is measured by performance metrics (Sales, profits, market 
share, stock price, equity and growth) (Gersick, 2006). 
 
The success of a family business rests upon the relationship between ownership, 
succession and planning (Gersick, Davis, McCollom Hampton, & Lansberg, 
1997).  
 
A study by Venter (2002), also reflected the family businesses listed on the 
Johannesburg Stock Exchange, Securities Exchange dring the period 1987 to 
1992 recorder a rate of return of 36% compared to the rate of return of non family 
businesses that was 27%. 
 
However, as the family business grows, the said facets are not necessary 
occupied by related family members.   
 
It is thus inevitable that family businesses need to also consider the importance 
to; attract, retain and motivate non-family members in the business. Non-family 
individuals may possess idiosyncratic knowledge of the firm that may prove 
valuable in mentoring of future-generation leaders, or filling in the leadership role, 
should a need arise. (Lee, Lim, & Lim, 2003).  Similar is found in large family 
firms were non-family executives have been found to play a critical role in 
strategic decision making (Chua, Chrisman, & Sharma, 2003). 
 
Schwartz and Barnes (1991) argue that family firms are more successful when 
their governing boards include at least some non-family members. 
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This particular research was initiated on the insight of Poutziouris, Smyrnios and 
Klein (2006) that there is a need to devote more attention to understanding the 
perspectives of non-family employees in family businesses with regard to issues 
that are important to them, and that would lead to superior performance of these 
individuals along the various dimensions. 
 
The aim of the research was to identify specific tendencies, aspirations and 
reservations of non-related employees have that need to be considered by a 
family-business that employs or are planning to employ non-family members into 
the firms. 
 
The rationale of this study can be illustrated as follows: 
 
Figure 1.1: Theoretical Rationale 
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Formal Employee Management Plan
Governance
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Procedures
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1.2 STATEMENT OF THE RESEARCH PROBLEM 
 
As a significant component of the South African economy, one would expect 
extensive research centered on family businesses.  However, the reality is that 
this sector has been largely overlooked by South African Academics and 
economic commentators (Adendorf, 2004; Venter, 2002). 
 
Engaging of non-related employees within a family business is inevitable.  In 
order for a family business to grow skills, experienced and be competitive, it is 
important to ensure that outside, non-related individuals also see opportunities in 
family owned businesses. 
 
Against this setting, this study focussed on the following: 
 
To identify employee related preferences of non-family employees that a 
family business can adopt to ensure the contentment of non-family 
employees. 
 
In order to address the research problem, the following objectives was be 
pursued: 
 
• Identification of business management variables that might influence the 
judgment of a non family employee; 
• Compilation of specific questions sets to test the opinion of employees not 
engaged in a family business; 
• Distribution of the questionnaires to the employees  a small medium sized; 
• Analysis of the questionnaire responses; and 
• Recommendation based on the study findings.  
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1.3 STRUCTURE 
The structure of this study consists of the following chapters: 
Chapter 1 provides an introduction and a brief overview of the study as well as 
the purpose and objectives of the study. 
Chapter 2 presents a theory and a review of existing literature, defines family 
business, as well as the dynamics and governance of family businesses. 
Chapter 3 describes the research methodology followed and the design thereof. 
Chapter 4 depicts the research outcomes and the analysis thereof. 
Chapter 5 presents the results and offers conclusions and present the limitation 
of the study. 
1.4 CONCLUSION 
This chapter gave a background to family business and introduction to the 
objectives of the research as well as foreseen objectives. 
Chapter 2 will reflect on previous work and research done on aspects pertaining 
to family business and the objectives of this study.   
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CHAPTER 2:  
THEORY AND LITERATURE REVIEW – FAMILY BUSINESS 
2.1 Introduction and Background 
 
The family firm is the dominant form of business structure worldwide and, 
collectively, family businesses play a crucial role in the global economy. They 
contribute up to 45 percent of GNP of North America, up to 65 percent of the 
GNP of EU member states, up to 70 percent of GNP in Latin America and up to 
82 percent of the GNP of Asia.  (Bailly, 2008). 
 
Family businesses are among the longest-lived organisations in the world with 
some dating back to the sixth century, having weathered the rise and fall of 
multiple state regimes, recessions, including the dark ages, nearly all the great 
wars, plagues and famines and other crises  (James, 2006). 
 
In South Africa, it is estimated that more than 80 percent of all businesses have 
family ownership involvement, and more than 60 percent off all listed companies 
in South Africa comprises family involvement at least during its start-up phase 
(Adendorff, Boshoff, Court and Radloff, 2005). 
 
The South African family business that has the best track record, is Pick ‘n Pay.  
The success of the said company is mainly ascribed to the following  (Gilmour, 
2005): 
 
• Avoidance of debt; 
• Being future orientated; 
• Run by families that want to retain control, in aplying their care for the 
destiny of the company; and 
• Showing optimism for the future. 
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The orthodox theories that regard business and family as separate units, do not 
acknowledge the complexity of the different relationships that exist in family 
businesses  (Venter, 2007).  
 
2.1.1 Defining Family Businesses 
 
Family businesses are the most common form of organisation in the 
world.  They are found in virtually every sector of the world’s economies 
and range from small “mom and pop” enterprises to giants like Levi 
Strauss and Company (Hilburt-Davis and Dyer, 2003) 
 
It is commented by Morris; Williams; Allen; and Avila (1997) that family 
business and corporate firms are alike, but only different. 
The following is a definition summary adopted from Chua, Chrisman and 
Sharma (1999) as illustrated by Boonsen (2007). 
Table 2.1: Family Business Definitions 
Alcorn, 1982 A profit making concern that is either a 
proprietorship, or a corporation.  If part of the 
stock is publically owned, the family must also 
operated the business (p.230) 
Babicky, 1987 It is the kind of small business started by one or a 
few individuals who had an idea, worked hard to 
develop it, and achieved, usually with limited 
capital, growth while maintaining majority 
ownership of the enterprise. (p.250) 
Barnes & 
Hershon, 1976  
Controlling ownership is rested in the hands of an 
individual or members of a single family (p.42) 
Bernard, 1975 An enterprise which, in practise, is controlled by 
the member of a single family (p.42) 
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Carsrod, 1994 Closely-held firm’s ownership and policy making 
are dominated by the members of an ‘emotional 
kingship group’ (p.40) 
Churchill & 
Hatten, 1993 
What is meant by family business is either the 
occurrence or the anticipation that a younger 
family member has or will assume control of the 
business from the elder (p.52) 
Davis, 1983 Are those whose policy and direction are subject 
to significance influence by one or more family 
units.  This influence is exercised through 
ownership and sometimes through the 
participation of family members in management 
(p.47)  
Davis & Taguiri, 
1985 
A business in which two or more extended family 
members influence the direction of the business 
(quoted in Rothstein, 1992) 
Donckels & 
Frohlich, 1991 
If family members own at least 60% of the equity 
(p152) 
Donnelley, 1964  When it has closely identified with at least two 
generations of a family and when this link has had 
a mutual influence on the company policy and on 
the interests and objectives of the family (p.94) 
Dreux, 1990 Are economic enterprises that happen to be 
controlled by one or more families, that have, a 
degree of influence in organisational governance 
sufficient to substantially influence or compel 
action (p. 226) 
Gallo & Sveen, A business where a single family owns the 
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1991 majority of the stock and has total control (p.181) 
Handler, 1989 An organisation whose major operating decisions 
and plans for leadership succession are 
influenced by family members serving in 
management or on the board (p. 262) 
Holland & Oliver, 
1992 
Any business in which decisions regarding its 
ownership or management are influence by family 
members influenced by a relationship to a family 
or families (p.27) 
Kelly, 
Anthanassiou, 
Crittenden, 2000 
One where there is both significant family 
ownership and significant family involvement in 
management (p.28)  
Lansberg, 
Perrow, 
Rogolsky, 1988 
A business in which members of a family have 
legal control over ownership (p.2) 
Leach, 1990 A company in which more than 50% of the voting 
shares are controlled by one family, and/or a 
single family group effectively controls the firm, 
and/or a significant portion of the firm’s senior 
management is members from the same family 
(quoted form Astrachan, 1993, pp. 341 – 342) 
Lyman, 1991 The ownership had to reside completely with 
family members at least one owner had to be 
employed in the business, and one other family 
had either to be employed in the business or to 
help out on a regular basis even if not officially 
employed (p.304) 
Pran & Davis, One in which one or two extended family 
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1986 members influence the direction of the business 
through the exercise of kinship ties, management 
roles, or ownership rights. (chap. 3,p.2)  
Rosen blatt de 
Mik, Anderson & 
Johnson, 1985 
Any business in which the majority ownership or 
control lies within a single family and in which two 
or more family members are, or at some time, 
were directly involved n the management process 
(.p40) 
Westhead & 
Cowling 1998 
To be perceived by the Chief Executive, Managing 
Director, or Chairman to be a family business (p 
40)  
Westhead & 
Cowling 1998 
More than 50% or ordinary voting shares are 
owned by members of the largest single family 
group related by blood or marriage, the company 
was perceived by the Chief Executive, Managing 
Director, or Chairman to be a family business, 
51% or more of the management team was drawn 
from the largest family group who owned the 
company, and the company was owned by 
second generation or more family members. 
(p.41) 
 
For the purpose of this paper, the author recognises the following 
definition: 
• A family business is one that is owned by members of the same 
family to shape and/or pursue the formal or implicit vision of the 
business, in which it is the intention of family members to hand 
the business over to the next generation, or which has already 
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been handed over to a member to manage and/or control. 
(Venter, 2002) 
 
2.1.2 Overview of Family Owned Businesses 
 
Family businesses are different from non-family businesses. The 
dynamics of decision-making are different.  A father-son, mother-
daughter, brother-sister, uncle-nephew interact differently than persons 
who are not related by blood or marriage (Miller, 2000). 
 
The general overview of family businesses has been researched 
extensively during the last decade, which shows that family businesses 
are value, driven (Denison, Lief and Ward, 2004).   
 
They pursue other aspect than merely financial goals (Astrachan, 
Jaskiewics, 2008).  They can rely on networks and long-term 
relationships fostering trust and altruism  (Anderson, Jack and Dodd, 
2005). 
 
Family businesess tend to have a notable high degree of intentionality of 
commitment to achievement and perserverance that derives from 
individual pride, family pride and family tradition  (Brockhaus, 2004). 
 
However governance in a business family, normal family goals may 
come into conflict with business’s economic goals because an important 
theme within the family system is to focus on the human and 
psychological needs of its members rather than to arrive at the best 
economic return  (De Vries, Carlock, Florent-Treacy, 2008). 
 
The concept of family governance is defined as a system of processes 
and structures to direct, control and account for the family and the family 
business at the highest level.  In this conext, directing means being 
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involved in decisions that are strategic in nature.   Controlling means 
oversight of management performance and monitoring the achivements 
of objectives.  Accounting for, means being responsible towards those 
making legitimate demands for the family business’s accountability.  
Controlling and accountability are different activites, but they can be 
seen as two sides of the same coin (Adendorff, 2004; Neuebauerand 
Lank, 1998). 
 
Family businesses differ from traditional businesses by being owned and 
or controlled by family members and thus have the greater potential for 
family to be involved or influence the business matter  (Cullen, 2007) 
 
As long as they comply with the law, families can set their own 
standards and adopt their own agendas without deferering to the outside  
(Stone, Grady and Desjardins, 2006).  
 
2.2 Systems and Dynamics of Family Businesses 
 
2.2.1 Family Business Structures 
 
It is shown that the locus of decision making is centralised in family 
businesses, while it may be centralised or decentralised in non-family 
involved corporate businesses (Mintsberg, 1979). 
 
There is a certain informality associated with family organisations that 
can allow flexibility, even in large-scale or global family businesses (De 
Vries, Carlock and Florent-Treacy, 2008). 
 
Informal organisational structures and the sharing of roles and 
responsibilities, also improve the timing of decision making in family 
firms (De Vries, Carlock and Florent-Treacy, 2008). 
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2.2.2 Life Cycle of Family Businesses 
 
Family and business structures are particularly important issues in family 
business because the life cycle of the business, the family, and 
individual family members will all interact (De Vries, Carlock, Florent-
Treacy, 2008). 
 
The evolution or life cycle of the family business is defined by 
Habbershon and Williams (1999) to consist of the following stages: 
 
• Stage 1: Founder Capital Stage 
 
During this initial stage, the founder is mostly occupied with the survival 
of the business and not the long-term generation continuity.  At this 
stage, the founder of the business influences the rest of the family while 
a reciprocal relationship develops among the founder, the family, 
individuals, business and social environment. 
 
The reciprocal relationships of the first stage will only create founder–
capital and become distinctive if the business is to become successful to 
the extent that the descendants of the founder are inspired to join the 
business. 
 
• Stage 2: Family-Capital 
 
During the second stage, family capital develops within the family 
because of founder-capital but in conjunction with the other significant 
parties; the business, individuals in the business and the broader 
community.  Should the family-capital be distinctive and aligned with the 
founder-capita, the family business is ready to advance to the third 
stage. 
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• Stage 3:Generation – Capital 
 
Distinctive generation-capital is developed by aligning the founder 
legacy with family capital. 
 
2.2.3 Leadership in Family Firms 
 
Family members as managers in family businesses offers extra ordinary 
commitment (Donnelly, 1964), more friendly and intimate relationships 
within the management team (Horton, 1986), the potential for deep firm-
specific tacit knowledge, often based on early involvement in the firm 
(Lane, Lubatkin, 1998). 
 
An additional benefit identified by Carney  (2005) is the aspects of 
governance advantages. The creation of synergy in top management 
due to higher cohesion, potency and positive task conflict were found by 
Ensley and Pearson  (2005) to be notable advantages. 
 
However, in contrast some sudies have found the oposite to be the 
case.  The limitation of management positions primary to family 
members may lead to the hiring of sub-optimal people who can not 
easily be dismissed  (Dunn, 1995; Whyte, 1996), which in turn evoke 
greater conflict due to non-merit promotion criteria. 
 
Several other researchers have concluded that the involvement of non-
family members in managerial roles can lead to “creative destruction” if 
non-family members create too much growth and thus weaken the 
family control  (Morck, Yeung, 2003).  The fear of “creative destruction” 
may in turn lead to family members blocking or dicouraging the creativity 
and innovation of non-family members thereby fetter company growth  
(Sonfield, Lussier, 2009). 
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As family firms grow the likelihood of engaging more non-family 
members increases  (Pieser and Wooten, 1983).  The body of literature 
specifically related to family members and non-family members in family 
firms, provides limited empirical evidence and little concensus or clear 
conclusions  (Sonfield and Lussier, 2009). 
 
2.2.4 Transitions within Family Businesses (Succession) 
 
It has been estimated that internationally, only 30 percent of family 
businesses survive to the second generation, while fewer than 14 
percent make it beyond the third generation (Venter, Boshoff and Maas, 
2005). 
 
This view is also shared by Hilbert-Davis (2003). Poor succession 
planning is one of the major reasons for the high mortality rates of family 
businessess.  
 
Each succeeding generation has its own ideas about taking the family 
business forward and if they will join the business.  Successful transition 
has always been crucial to the success of a family business (Perman, 
2006). 
 
According to an article by  Cadieux ( 2007) successor planning is a very 
complex process spread over four diferent phases, namely, initiation, 
integration, joint reign and withdrawal. 
 
Dr. Raymond Ackerman, founder of Pick n’ Pay, belives that succession 
planning for the younger generation is in the company’s owninterest. 
(Prichard, 2004). 
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According to Gersick, Davis McCollom and Landsberg (1997), there are 
three main forms of ownership structure, inevitably with many variants, 
namely: 
- controlling owner; 
- sibling partership; and 
- cousin cosortium.  
 
The three stages of transmission of familiness  (Venter, 2003), are 
broadly outlined below. 
 
First Stage – First Generation 
 
During the first stage, the founder creates a culture, which is transmitted 
to the rest of the business, eventually influencing the performance of the 
business (Venter, 2003). 
 
The first stage is the development phase of the owner or the founder of 
the business with the main aim to maximise the shareholder value of the 
enterprise  (Venter, 2003). 
Venter  (2003), explains that transmission takes place from the founder 
(channel 1) through all the succeeding channels, eventuallly influencing 
business performance (channel 2).  Trough a process of internalisation, 
management (channel 3) adopts a culture, values, beliefs and actions of 
the founder before transmitting them to the rest of the organisation 
(channel 4). 
 
Referring to Rowe  (2001), the founder may in addition also direclty 
influences the business thereby conveying both managerial and 
visionary leadership too the business (channel 5).  The founder can 
influence the identity, values, skills and behaviour of his children even 
thou they might be to young to be actively involved in the business at 
that stage (channel 6 ). 
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Channel 7 indicates the influence of the business on the unique 
performance of the family business.  The last channel (8) reflect the 
reciprocal influence that exists between performance of the business 
and the social environment. 
 
Figure 2.1, Creation and Transmission of Familiness in Stage One  
 
 
 
Source:  Venter (2003) 
 
Second Stage – Second Generation 
 
Founder-capital and family-capital can become an influencial force in the 
performance of a family business in this second generation (Venter, 
2003). 
 
Channel 9 of the figure hereunder illustrates how the family internalises 
the influence of the founder (channel 9) and transmit it to the corporate 
culture, (channel 10), management (channel 11) and the rest of the 
business (channel 12).  The process of the development of family-capital 
in the business, while environmental conditions and relationships with 
external stake holders are acknowledged. 
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Figure 2.2, Creation and Transmission of Familiness in Stage Two  
 
 
 
Source:  Venter (2003) 
 
Third Stage – Third Generation 
 
The third stage involves the transmission of family-business capital from 
the founder’s children to the larger, and notably extended third 
generation. 
As indicated in the illustration hereunder, once the founder leaves the 
business, instead of founder capital, it is a founder-legacy that is 
inherited, absorbed and internalised in the family business  (Venter, 
2003). 
 
The said continues to influence subsequent family capital (channel 13).  
Likewise, the older generations of the founder’s decendants influences 
the younger generations, forming generation-capital (channel 14).  The 
younger generation, in turn, internalised the founder-legacy and family-
capital beliefs and values in the business culture, simultaneously 
acknowledging social capital structures.  
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Figure 2.3, Creation and Transmission of Familiness in Stage Three  
 
 
 
Source:  Venter, (2003) 
 
2.3 Internal Governance Mechanisms and Structures 
 
2.3.1 The Role of Non Family in Family Businesses 
 
Non-family members have a very important impact on the success and 
growth of a family business (Sharma, 2004). 
 
Successful family-owned businesses find that bringing in experienced or 
professional non-family administrators is an excellent way to gain both 
insight and outside perspective  (Schiff Estess, 1999). 
 
Owners of family businesses realise that every business needs a 
dynamic mix of people to promote growth.  Non-family members add the 
necessary balance to a firm as they are able to view the business form 
an unemotional point of view  (About.com, 2008). 
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Malone (1989) found a positve correlation between the percentage of 
non-family members on the board of directors in family businesses and 
the level of continuity planning.   
 
In his research Sorenson (1995) found that consulting with outside non-
family professionals is highly correlated with both business (financial) 
and family outcomes. 
 
Outsider experience and expertise improves the quality of discussions 
about strategy, improves decision making and increases the chances of 
business survival (Mustakallio, Autio and Zahra, 2002). 
 
Poutziouris, Smyrnios and Klein (2006) believe that family firms with 
outside, non-family input, may report improved levels of performance 
arising from expert advice, specialist skills and resources not possessed 
intenally. 
 
2.3.2 Conflict in Family Businesses 
 
A family business without family harmony will find it difficult to be 
profitable (Maas, Van der Merwe, Venter, 2005). 
 
However, in her study Venter (2003) did not find support for a 
relationship between family harmony and the profitability of the 
business.  These findings are also in contrast to various other authors 
such as Adendorff  (2004), who did find positive correlations between 
family harmony and the viability and continuity of the family business.   
 
Family businesses are quite aware that family problems pose a real 
threat to success (Ward, 1997).  Dissimilar goals and values are the 
most serious threats, followed by interpersonal sibling conflict.   
 
Judicious family business leaders invest substantial energies to nurture 
and strengthen family member harmony, trust and satisfactio
1997). 
 
Unresolved personal conflicts, lack of trust, difficult interpersonal 
relationships, sibling rivalry, generational issues, the family’s demands 
on the business are all aspects that amounts to conflict in a family 
business and ultimately th
Florent-Treacy, 2008)
 
Besides the mentioned conflict triggers, further conflicts also exist in the 
forms of family, business and ownership, which is illustrated in figure 
2.4, hereunder (De Vries, Carlock, 
 
Figure 2.4, Three Circle Model of Family Business
 
 
 
 
 
 
 
 
 
 
 
Source:  De Vries, Carlock
 
Many of the conflicts, issues and dilemmas facing family business 
leaders who attempt to manage all three systems 
result of differing values that are found between business and families  
(Dyer, 2006). 
e success thereof (De Vries, Carlock and
. 
Florent-Treacy, 2008). 
 
 and Florent-Treacy (2008). 
successfully are the 
24 
n (Ward, 
 
25 
 
 
The table hereunder illustrates the areas of conflict between family 
systems and business systems  (Hilburt-Davis and Dyer,  2003). 
 
Table 2.2:  A Comparison of Family and Business Systems 
 
Areas of 
Conflict 
Family Systems Business Systems 
Goals Development and support 
of family members. 
Profits, revenues, eficiency, 
growth 
Relations Deeply personal, of 
primary importance 
Semi-personal or impersonal, of 
secondary importance 
Rules Informal expectations(“that 
is how we’ve always done 
it”) 
Written and formal rules, often 
with rewards and punishment 
spelled out 
Evaluation Members rewarded for 
who they are; effort 
counts; unconditional love 
and support 
Support conditional on 
performance and 
results;employees can be 
promoted or fired 
Succession Caused by death, divorce 
or illness 
Caused by retirement, 
promotion, or departure 
Autority Based on family position 
or seniority 
Based on formal positionin the 
organisation’s hierarchy 
Commitment Intergenerational and 
lifetime; based on one’s 
identity with the family 
Short-term; based on rewards 
received for employment 
 
Source:  Hilburt-Davis and Dyer (2003) 
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2.3.3 Growth and Success 
 
The family business, like any other business venture is performance 
driven.  Success is determined in part by the outside forces (the market, 
manufacturing systems, the overall economy) and is measurable by 
performance metrics (sales, profit, market share, stock price, equity 
growth) (Stone, Grady, Desjardins, 2006). 
 
Robins  (1991), and Brokaw  (1992) concur that the ability of customers 
to deal directly with the family in charge, and knowing the persons 
whose name is above the door, is a powerful competitive advantage. 
 
In a comparitive study Daily and Dollinger  (1992), found that family 
owned and family managed firms do appear to achieve performance 
advantages over professionally run firms. 
 
To ensure the growth of the business (Miller, 2000), two issues that are 
pivotal to the success of a family business are the ability of its members 
to communicate effectively and to develop a competent and highly 
motivated . 
  
In contrast, the foundation is value-driven.  It sets its own purpose and, 
within limits, is the creator of its own criteria of success  (Stone, Grady 
and Desjardins, 2006). 
 
Various criteria that contribute to the success of the family businesses 
are (Allio, 2004); 
 
• Focus 
Successful family businesses are usually exceptionally focussed on their 
core business or markets; 
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• Speed 
Family businesses are usually able to respond quickly when making 
decisions and responding to crises; 
 
• Deep Pockets for Growth 
Family businesses have quick access to considerable financial 
resources; and 
 
• Follow Through 
Family businesses often pride themselves in their ability to follow 
through, as this becomes a question of both professionalism and family 
honour.  
 
2.3.4 Failure 
 
Allio (2004), identified the following five most obvious obstacles related 
to family businesses, which might lead to failure of the firm. 
• Blind Loyalty Towards 
 
Staffing: Family businesses are rife with nepotism 
and favouritism, which can de-motivate non-
family professional managers. 
Decision 
Making: 
Over dedication to the keep the strategy of 
the business in line with the needs of the 
family. 
Rewards: A common shortcoming of family 
businesses is inequitable compensation and 
rewards systems. 
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• Impulsiveness 
 
The speed of decision-making, often described as an attribute to 
family businesses, can also have a dangerous flipside, as quick 
decisions are not always the best. 
 
• Myopia / Tunnel Vision 
 
Family businesses often stumble when they focus in the past 
instead of the future. 
   
• Good Money for Bad 
 
While family businesses may have more latitude to invest quickly in 
growth, they may have to surmount the related risk of emotional 
rather than strategic investment criteria.  
 
• Tactics over Strategy 
 
The virtue “follow-through” also has a dark side in the context of 
family businesses: take to excess it can mean compulsive attention 
to day-to-day details and to tactics instead of strategy. 
 
2.4 Systems and Governance  
 
2.4.1 Systems and Governance 
 
A definition of perceived good governance in family businesses should 
provide for two components, namely the good governance of business 
and the good governance with the family (Neubauer and Lank, 1998).  
 
29 
 
Family involvement in ownership and management makes family 
business different from non-family businesses (Klein, Astrachan and 
Smyrnios, 2005). 
 
The ability to develop appropriate governance structures that assign 
optimal roles to each of the governance institutions are crucial for the 
well being of the family firm  (Gersick, Davis, Hampton, Lansberg, 1995). 
 
Early-stage family businesses are usually closely held and privately 
owned, the owners have total control over their companies.  The 
governance structure is based on the founder’s decisions and 
dependant on his or her ability to lead and his or her style of leadership 
(Hilburt-Davis, Dyer, 2003). 
 
A culture of open family communication, reinforced by structured 
procecesses, is an important precondition to creating a successfull 
family business governance process  (Hewett, O'Breaden, 2001). 
 
According to Dyer  (2006) as well as Miller and Le Breton-Miller (2006), 
agency and stewardship theory have often been used to argue that 
family business goverannce is more efficient than non-family business, 
and those family businesses  are likely to incure fewer agency and 
monitoring costs because the goals of a business’s principals (owners) 
are aligned with its agents (managers) since they are typically one and 
the same. 
 
Steier  (2001) is of the opinion that, used efectively, trust represents a 
major source of competitive advantage for a business. 
 
Sundaramurthy  (2008) argues that in the family business context, clear 
and transparent rules can clarify roles, responsibilities and expectations 
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of role players within family businesses and further enhances the 
potential trust in the working mechanisms of a family business. 
 
Sundaramurthy  (2008) further also states  that trust as a competitive 
advantage for family businesses in the early stages, often deteriorates 
as the business grows, putting it under considerable risk. 
 
Moores and Mula (2000) found that nearly 25 per cent of the senior 
management of family firms were family members and 80 per cent of 
these firms had directors who were family members. These family 
members form part of the clan control mechanisms found to be used in 
all developmental stages of the firm  (Moores, Mula, 2000). 
 
Reid and Adams  (2001) in their research found that family firms are less 
llikely to to have owners or directors who hold a university degree.  
However work by Cromie, Stephenson and Monteith  (1995) indicates 
no significant diferences between family and non-family firms with 
regard to managers that have tersiary qualitifcations.  
 
2.5 SUMMARY 
 
From the literature reviewed, it is clear that there are fundamental 
differences between family businesses and non-family businesses.  
 
Adendorff (2004), outline the statement of Morris (1997) that identified 
several differences between family-owned and managed businesses 
and non-family controlled businesses.   
 
Some of the differences identified by Venter (2002) include the fact that 
a professional manager in a business that is not family controlled may, 
be expected to rely on shorter time horisons; to be less personally 
impacted by business failure; to demonstrate more career mobility; to be 
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motivated more by traditional personal reward; and to perceive less job 
security than a family members who run a family business.   
 
Venter (2002) also points out that business that are family controlled 
frequently have more centralised decision making processes, and 
control systems that are less formalised, although this centralisation 
usually changes from generation to generation. 
 
Venter (2002) have made observations that every unique different 
attribute of a family business could be a source of benefit and possible 
disadvantage.  Venter (2002) label these attributes to be bivalent  and 
that business success and failure are dependant on how these aspects 
are managed. 
 
The following chapter, namely chapter 3 wil outline the research design 
and the instruments measure and analyse the obtained data. 
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CHAPTER 3 
RESEARCH METHODOLOGY 
 
3.1 INTRODUCTION 
 
The primary objective of this research was to identify specific organisational 
aspects applicable to family businesses that can be adopted by non-family 
businesses in order to ensure a higher level of sustainability. 
 
The focus of the research was on the management and employees of a typical 
small non-family business in Port Elizabeth.  
 
The company is a multi disciplinary engineering firm that was established in 1967 
with its Eastern Cape Regional office established in Port Elizabeth during 2002.  
The firm offers professional services in the fields of civil-, structural- and electrical 
engineering, as well as project-, waste- and environmental management. 
The firm is well represented nationally with established offices in all of the nine 
provinces, as well as an international office based in Angola  
The local Eastern Cape office of the company was established in 2002 and since 
two additional regional offices, in East London and Jeffreys Bay, were 
established.  Currently the Eastern Cape office has a personnel component of 38.   
The local Eastern Cape office has experienced exceptional growth and the 
directors of the company ascribe the success firstly, to their shrewd culture of 
cultivating and developing entrepreneurial and responsible sense towards the 
employees.  Secondly, the promotion of a family-like culture, which leans towards 
an informal and open atmosphere, was also highlighted as a catalyst to the 
mentioned success. 
Through the questionnaires and interviews, specific trends were identified with 
regard to the focus and perception of the management and the basis for these 
structures.  Parallel to the analysis of the management function of the company, 
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employees were also conferred with, also by means of questionnaires and 
personal interviews, in order to ascertain their view and opinion on the structures, 
policies and procedures applicable to their work environment. 
 
The results were then processed with the aim of identifying specific governing 
aspects in the non-family business, which was then compared to the same 
related to family business.  
 
The literature studied in the previous chapter identified specific governing aspects 
related to family business that are totally dissimilar to the traditional governing 
structures, procedures and policies in non-family businesses. 
 
This specific chapter outlines the approach followed in executing the research, 
the sample analysed, the method employed to analyse the data. 
 
3.2 RESEARCH PARADIGM 
Methodology in terms or research refers to the broad approach to be followed in 
executing a research project and consists of the theoretical collection and 
analysis of the collected data (Collins & Hussey, 2003). 
Methodologies cannot either be true or false but rather a more-or-less indication 
(Silverman, 1993). 
A qualitative paradigm is concerned with qualities and non-numerical 
characteristics while a quantitative paradigm is all about data that are collected in 
a numerical form. A phenomenological paradigm tends to produce a qualitative 
data and a positivistic paradigm tends to produce a quantitative data (Collis and 
Hussey, 2003). 
Qualitative research is any kind of research that produces findings not arrived at 
by means of statistical procedures or other means of quantification (Stauss & 
Corbin, 1990). 
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Leedy and Ormrod (2001) indicated that methods pertaining to qualitative 
research methods are focussed on phenomena that occur in natural settings that 
involves the study of these phenomena in all their complexity.   
More relevant to this research is the definition of Render and Stair (2000), cited 
by Desai (2008), that states a qualitative analysis is a scientific approach to 
decision making where data is manipulated and processes to assist in business 
decisions. 
Phenomenological (qualitative) methodology 
 
This research problem required a qualitative approach in the research design 
methods.  It was the researcher’s intention to acquire an in depth description of 
specific management and structural aspects pertaining to family owned 
businesses and then compare the said with the same in non-family owned 
business. 
 
Collins and Hussey (2003) identified two types of data, namely primary and 
secondary data.  The first is collected at the source by means of survey data 
obtained by means of an uncontrolled environment by asking questions or 
making observations.  The latter, namely secondary data is data that already 
exists such as books, reports, statistics and documents. 
 
For the purpose of this study, primary and secondary data were used. 
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3.3 RESEARCH DESIGN 
 
3.3.1 Research Method 
 
According to Denzin and Lincoln (1998), qualitative strategies have 
different advantages and disadvantages which are based on three 
conditions, namely: 
• The type of research; 
• The control the investigator has over actual behavioural events; and 
• The focus in contemporary opposed to historical phenomena.   
De Vos, Fouche and Strydom (2002) identified five types of qualitative 
research strategies: 
1. Biography: Relies heavily on documental and 
archive material and is based on an 
individual’s account of his/her life 
experiences and history. 
 
2. Phenomenology: Examines a series of individuals and 
aims to understand and interpret the 
meaning that these individuals give to a 
particular phenomenon or experience. 
 
3. Grounded 
Theory: 
Is not concerned with the testing 
established theories but with the 
development of new theories deriving 
out of close study of multiple individuals 
participating in a process concerning a 
central process or phenomenon. 
 
4. Ethnography: Is the study of an intact defined entity 
(social, cultural or individual)? 
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Observations are typically taken in the 
field, over considerable periods of time.  
The focus is on observable behavior, 
traditions, customs and rituals which 
allows for the deep understanding of a 
particular way of life.  
 
5. Case Study: Exploratory or in depth analysis of a 
clearly circumscribed phenomenon over 
a period of time.  This can involve a 
single case or multiple cases.  
 
For the purpose of this research, the case study was found to be 
most suitable. 
3.3.2 The Case Study method 
 
Yin (2003) summarised the case study method of exploring a qualitative 
analysis as a method in retaining the holistic and meaningful 
characteristic of real life events such as life cycles, organisational and 
managerial processes amongst others. 
 
The particular research methodology selected for this study should allow 
the understandings to emerge from how and why non-family businesses 
implement and employ specific management, structural and strategic 
procedures. 
 
3.3.3 Data Collection and Analysis 
 
Based on the work of Cullen (2007), following are the five most 
important components of research design by means of a case study: 
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1. Study questions 
The case study research approach is most appropriate for “how” 
and “why” questions; 
 
2. Study propositions 
Propositions direct attention to something that should be 
examined within the scope of the study (Yin, 2003); 
 
3. Study units of analysis 
The units of analysis related to the problem of defining what the 
case is (Yin, 2003), in other words, what is the primary unit of 
analysis.  Once the unit of analysis has been defined, the persons 
to be included in the case study must be defined; and 
 
4. Logic linking of data to the propositions  
Pattern matching and explanation building are a recommended 
way for linking data to propositions, where several pieces of 
information may be related to some theoretical proposition (Yin, 
2003).  If patterns coincide, internal validity is strengthened.  With 
explanation building, the result will be a number of iterations. 
 
5. The criteria for interpreting the findings 
The question raised for matching results, is how close does a 
match have to be in order to be considered a match? 
 
3.3.4 Reliability 
 
A wide range of terms are used when describing reliability in terms of 
qualitative studies.  This concept is not a single, fixed or universal 
concept (Golafshani, 2003), but rather a contingent construct, 
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inescapably grounded in the processes and intentions of particular 
research methodologies and projects (Winter, 2000). 
 
The correlation between the responses received and the substantiating 
documentation will serve as proof of reliability.  
 
3.3.5 Validity 
 
The emphasis on detail from multiple sources of information as a 
requirement for a case study approach allows the evidence to be verified 
(Cooper & Schindler, 2001). 
 
De Vos (2002) based his opinion on the work of Lincoln and Guba 
(1985) that validity can be better understood by analysing it in the 
following four constructs (Lincoln & Guba, 2000):  
 
Credibility: This refers to the way the study was conducted in order to 
ensure accurate description of the subject.  This study was executed 
around a structured plan, which based on the literature review and 
concurred to by the research promoter; 
 
Transferability: This implies the extent to which the results of a study 
can be generalised.  Specific patterns were identified and noted from the 
questionnaires and interviews in order to ensure transferability; 
 
Dependability: This refers to the extent to which the researcher 
accommodated changes in the study setting and the perception of the 
research study.  In order to ensure the highest level of dependability all 
changes in the study setting was noted and included in the processing 
of the data; and 
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Confirmability: This refers to the extent to which data confirms general 
findings and the implications that it leads to. Confirmability was 
enhanced by comparing findings to other available research literature. 
 
De Vos, (2002) and Leedy (2004) refer to triangulation as a noteworthy 
method to acquire validity in a qualitative study.  In the said literature, it 
is explained that triangulation is a process that makes use of the various 
data sources, collection methods, etc to examine the same variable. 
 
De Vos (2002) is convinced that by using the triangulation method of 
validation the researcher will be able to observe all aspects of the 
research topic. 
 
Esterby-Smith, Thorpe and Lowe (1991), cited by Collins and Hussey 
(2003), identified four types of triangulation: 
Data triangulation, where data is collected as different times or from 
different sources in the study of a phenomenon; 
Investigator triangulation, were different researchers independently 
collect data on the same phenomenon and compare the results; 
 
Methodological triangulation, where both quantitative and qualitative 
methods of data collection are used, and; and 
 
Triangulation of theories, were a theory is taken form one discipline to 
and used to explain a phenomenon in another discipline. 
 
For the purpose of this study, data triangulation was used to validate 
data.  Three data sources, namely interviews, questionnaires and 
literature, were triangulate in order to validate data.  
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3.3.6 The sample 
Yin (1994) agrees on the following sources for data collection: 
 
• Documentation (letters, agendas, reports) 
• Archive records; 
• Interviews; 
• Direct observations; 
• Participant observations; and 
• Physical artefacts. 
 
The study commenced with a convenience sampling of a small non-
family business.  Respondents within this business were identified in 
order to assess and compare similar topical aspects.  The sample was 
stratified to include the respondents not only on management level, but 
also down through the hierarchy to individual employees. 
 
The data collection mainly consisted of distributed questionnaires as 
well as personal interviews.   
 
The structured questionnaires were distributed (both electronically and 
via hardcopy mail). Anonymity and confidentiality were strictly 
guaranteed. 
Based on the literature review the following aspects were identified as 
specific facets that formed the basis for the data collected: 
• Governance; 
• Procedures; 
• Policies; 
• Vision of the company; 
• Leadership style; 
• Company vision; 
• Roles of family members in the company; 
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• Succession; 
• Conflict resolution; and 
• Nepotism. 
 
3.3.7 The Measuring and Analysis  
Primary Research Data Collection 
A modified Likert scale was developed as the main tool in analysing the 
data, which was obtained through questionnaires designed around 
possible opinions and views of the interviewees.  
 
Secondary Research Data Collection 
 
The secondary research was based on available company specific 
literature such as formal policies, procedures and adapted systems and 
guidelines.  From the obtained data, another Likert scale was used to 
measure the stringent application of the said literature.   
 
3.4 SUMMARY 
 
The findings of this research were presented to the directors, 
shareholders and associates of the respective company surveyed.  
Recommendations were further made on specific trends and 
observations attained form the study.   
 
The next chapter, namely chapter 4 will focus on the data collected 
and the analysis thereof. 
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CHAPTER 4 
ANALYSIS 
4.1 METHODOLOGY 
The research focused on the responses to questions of employees of a 
non-family business.  The questionnaires consisted of 31 Likert scale 
questions and 21 open ended questions.  The Likert questionnaire had a 
rating scale from one to five which rated the importance of specific 
aspects, one being very important and five not important. 
 
The open-ended questions were posed specifically to identify alternative 
preferred methods or elucidations to answers of the questions posed. 
 
Both the Likert scale questions and the open-ended questions were 
constructed around specific categories, which are related to business 
systems and structures. 
The mentioned structures are as follows: 
• Governance; 
• Policies and procedures; 
• Direction and planning; 
• Leadership; 
• Development of employees; 
• Rewards; and 
• General aspects. 
The total 33 questionnaires which were electronically distributed to the 
38 employees of the non-family business in Port Elizabeth. The 
company is a typical medium size company established in 2002.  
Respondents were given a seven day period to respond by placing the 
completed questionnaires anonymously in a submission box. From the 
distributed questionnaires, 23 responses were received of which two 
were discarded due to its incompleteness. 
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4.2 RESEARCH OUTCOMES 
 In order to assess each of the questions, each question will be analysed 
individually. 
4.2.1  Likert Scale Questions 
GOVERNANCE 
The responses, converted to percentages, pertaining to this question are 
as follow; 
Question 1. 
The function of the board of directors and management in the success of 
the company. 
Rating % 
Very Important 66 
Quite Important 24 
Undecided 10 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
From the responses, it can be seen that the employees perceive the 
input form a formal management structure as important.  Referring to 
Miller (2000) the management structures of a family business is very 
different compared to non-family business.  From the responses, it can 
be seen that employees regard the function structure of the company 
management to be very important.  
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Question 2 
The importance of contributions the CEO of the company make. 
Rating % 
Very Important 62 
Quite Important 38 
Undecided 0 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
From the responses, it is clear that employees place the value of input 
by top management as very important.  The results concur with a 
statement by Mintsberg (1979), that decision making in a family 
business is centralised whilst it may be either centralised or 
decentralised in a non-family business. 
Question 3 
Development and enforcement of internal employee policies. 
Rating % 
Very Important 43 
Quite Important 52 
Undecided 5 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
The response to this question is in direct contrast to the governance 
within the typical informality of family business as illustrated by De Vries 
(2008).  It is thus important that a family business realise the need for 
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non family employees that related employees also be managed 
according to a uniform structure. 
Question 4 
Enforced, stringent management practices in line with government 
prescriptions. 
Rating % 
Very Important 42 
Quite Important 48 
Undecided 10 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
Where the previous question focussed on internal policies, this question 
assesses the perception of external influences that might be detrimental 
to the governance of a company. 
From the responses, it can be seen that, similar to the previous 
question, employees prefer a formal management structure.  The 
conclusion make in the previous question is also relevant to this 
question. 
Stone (2006) found that family business in general set their own 
standards and adopt their own agendas as long as they comply within 
the law. 
From the results it can be seen that non-family employees prefer that a 
company act ethical and according to specific prescription pertaining to 
a company. 
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Question 5 
Succession planning. 
Rating % 
Very Important 62 
Quite Important 33 
Undecided 5 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
Similar to a non-family business, succession planning is regarded as a 
very important aspect of business governance.  The importance of 
succession planning as regarded by employees might also be supported 
by an underlying motive related to promotion. 
The importance of succession planning is also highlighted by a study by 
Hilbert-Davis (2003) that indicated that poor succession planning is one 
of the major reasons for the failure of family businesses.  Thus based on 
the responses it can be concluded that once non-family employees 
becomes involved in a family business, the lack of proper succession 
planning can directly induce disgruntlement of non-family employees. 
The results are in line with the view of Dunn (1995)and Whyte (1996) 
that stated that by limiting management position within a family 
business, primarily to family members, may lead to the hiring of sub-
optimal employees. 
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POLICIES AND PROCEDURES 
Question 6 
Application of formal grievance / conflict procedures. 
Rating % 
Very Important 48 
Quite Important 33 
Undecided 19 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
The responses again indicate that employees are more prejudiced 
towards a structured working environment, which is underlined by 
systems that ensures fairness. 
These results correlates to the findings of Gersick (1995) that 
appropriate governance structures that assign roles to each governance 
aspect are crucial for the well being of a family firms. 
 Question 7 
Human resources policies and procedures. 
Rating % 
Very Important 43 
Quite Important 57 
Undecided 0 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
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The importance as indicated reflects again the preference of employees 
of a formal employment structure, which ensures equal management 
throughout. 
Work by De Vries (2008) enforces the results of question six and seven 
above.  From the research work of De Vries (2008) it was concluded that 
unresolved personal conflicts, lack of trust, etc impacts on the success 
of a family business.  It is thus important that family businesses ensure a 
formal procedure and method to resolve any of the said.  
Question 8 
Formal employee performance evaluation process / system. 
Rating % 
Very Important 71 
Quite Important 29 
Undecided 0 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
It is clear that performance evaluation has an important role in a non-
family business.  This can directly be linked to not only succession 
planning (question 5) but also to a formal reward compensation plan 
(question 24) and individual employee development plans (question 19). 
As indicated by Hilburt-Davis (2003) family members are rewarded for 
who they are based on unconditional love.  This is is in direct contrast to 
the results from this question.  
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Question 9 
An official internal human resources department. 
Rating % 
Very Important 33 
Quite Important 33 
Undecided 34 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
The objective of this question was to determine the akin of employees to 
having an independent party to resolve any human resource issues.  
From the results, it is obvious that the preference is more towards an in-
house department.  It is perceived that the said is due to the fact that the 
human resource function in an organisation is perceived to be a 
personal trust relationship between the employees and the human 
resource representative. 
These results is concur with the findings of De Vries (2008). 
Question 10 
Flexible working hours. 
Rating % 
Very Important 37 
Quite Important 24 
Undecided 24 
Off Little Importance 10 
Not Important 5 
TOTAL 100 
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Although the responses are across the scale rating, the majority of the 
employees regard working flexible hours as important.  Due to the 
nature of a family business, working hours can be very flexible.  This 
aspect can definitely also serve as motivation to employees if 
implemented by non-family businesses. 
As found by De Vries( 208) a certain degree of flexibility exists due to 
the informality associated with the nature of a family business.  
Offering flexible working hours should thus not be problematic to 
structure within a family business. 
DIRECTION AND PLANNING 
Question 11 
Clear company vision. 
Rating % 
Very Important 76 
Quite Important 19 
Undecided 0 
Off Little Importance 5 
Not Important 0 
TOTAL 100 
 
In light of the responses, it clear that employees regard the vision of a 
company in high regard. It is inevitable that family owned business 
would employ non-family members as some point.  It might be difficult 
for non-family members to understand the direction of the business, as 
they do not have tacit knowledge of the intent of the owners (s).  It is 
thus important that non-family businesses develop a clear vision for their 
business. 
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This appears to be a natural attribute of family businesses as Stone 
(2006) found that one of the contributing success factors of a family 
business is pertaining to its ability to usually be exceptionally focussed 
on their core business and markets.  
Question 12 
Strategic planning with involvement / input of employees. 
Rating % 
Very Important 71 
Quite Important 24 
Undecided 0 
Off Little Importance 5 
Not Important 0 
TOTAL 100 
 
From the responses it is clear that employees would like to also have 
their input be part of the strategic planning of the business.   
The work of Hewett (2001) concurs that an culture of open 
communication is an important precondition to creating a successful 
family business. 
Question 13 
Entrepreneurial attitude and reflection of management. 
Rating % 
Very Important 62 
Quite Important 38 
Undecided 0 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
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Although the employees surveyed work for a non-family business, it is 
apparent that entrepreneurial traits are highly regarded.   
Based on the work of Brockhaus (2004), entrepreneurial traits are a 
natural occurrence in family businesses as their founders tend to have a 
high degree of intentionality and commitment to achieve and 
perseverance that derives from individual pride, family pride and family 
tradition. 
LEADERSHIP 
Question 14 
Strict management of employees. 
Rating % 
Very Important 29 
Quite Important 47 
Undecided 14 
Off Little Importance 10 
Not Important 0 
TOTAL 100 
 
Surprisingly the majority of the employees surveyed have a need for 
strict management behaviour.  This is a notable facet of leadership style. 
This is also an important aspect identified by Sundaramurthy (2008) 
which found that clear and transparent rules can clarify roles, 
responsibilities and expectations and enhance potential trust in the 
working environment of a family business. 
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Question 15 
Sharing of information with employees by management. 
Rating % 
Very Important 38 
Quite Important 43 
Undecided 14 
Off Little Importance 5 
Not Important 0 
TOTAL 100 
 
This question strongly correlates to the responses received with regard 
to question 12 above and question 17 below in that employees seek to 
have more access to planning and operational information.  
Due to the flexibility of a typical family business De Vries (2008), it is the 
ideal environment to also share information with non related employees. 
Question 16 
Employee favouritism. 
Rating % 
Very Important 0 
Quite Important 5 
Undecided 28 
Off Little Importance 43 
Not Important 24 
TOTAL 100 
 
From the responses, it can be concluded that the employees surveyed 
do not see favouritism as having a positive influence in the working 
environment. 
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It is thus obvious that non employees see favouritism as having a 
negative connotation, as concurred with Hilburt-Davis (2003).  
Allio (2004) also identified nepotism as an obstacle that might lead to 
failure of a family business 
Question 17 
Approach of decision making by management by involving employees. 
Rating % 
Very Important 43 
Quite Important 52 
Undecided 5 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
The results of this question is aligned with the results of questions12 and 
15 above. 
Question 18 
High level of interpersonal skills of managers. 
Rating % 
Very Important 67 
Quite Important 33 
Undecided 0 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
It is clear that employees prefer managers that have understanding and 
experience regarding interpersonal skills. This trait is regarded as very 
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valuable as it also translates into mentoring and motivation of 
employees. This is again an aspect that is naturally found within a family 
business, as concurred by Hilbert-Davis (2003). 
DEVELOPMENT OF EMPLOYEES  
Question 19 
Individual employee development plans. 
Rating % 
Very Important 67 
Quite Important 33 
Undecided 0 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
From the survey, this question was ranked third most important.  It is 
thus clear that the employees place a high value on individual 
performance and development. 
Questions 5 and 8 above substantiate this specific question. 
Question 20 
Internal tuition programs for employees. 
Rating % 
Very Important 57 
Quite Important 33 
Undecided 10 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
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Although the company surveyed do offer extensive study bursaries to 
their employees, it is apparent that internal training programs are equally 
important.  
Question 21 
Self managed work teams. 
Rating % 
Very Important 14 
Quite Important 71 
Undecided 14 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
Even thou mentoring (question 22 below) is regarded as quite important, 
employees also place unmanaged (self-managed) work teams in high 
regard.   
Question 22 
Employee mentoring directly by management. 
Rating % 
Very Important 28 
Quite Important 57 
Undecided 5 
Off Little Importance 10 
Not Important 0 
TOTAL 100 
 
It is obvious that employees see mentoring by management as an 
important learning source.  
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REWARDS 
Question 23 
Monetary rewards as a mean to motivate employees. 
Rating % 
Very Important 48 
Quite Important 33 
Undecided 14 
Off Little Importance 5 
Not Important 0 
TOTAL 100 
 
Monetary rewards are regarded by the majority of the surveyed 
employees as very important. 
Question 24 
Formal reward compensation plan. 
Rating % 
Very Important 38 
Quite Important 43 
Undecided 19 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
The responses to this specific question show a strong relationship with 
the responses in question 23.  It is not possible to implement the one 
without the other.  In contrast of rewarding employees based on who 
they are in a family business Hilbert-Davis (2003), it is important that all 
employees be evaluated on performance and results. 
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According to Allio (2004) a common shortcoming of family businesses is 
an inadequate compensation and reward system. 
Question 25 
Individual non-monetary rewards i.e. time off. 
Rating % 
Very Important 28 
Quite Important 24 
Undecided 48 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
Non-monetary rewards are not nearly as important to the employees 
survey, as monetary rewards. 
Question 26 
Added responsibility due to good performance.  
Rating % 
Very Important 28 
Quite Important 29 
Undecided 38 
Off Little Importance 5 
Not Important 0 
TOTAL 100 
 
The responses for this question reflect the opinion of the employees that 
added responsibility as a reward tool for good performance is not 
preferred by employees.  
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Question 27 
Pat on the back.  
Rating % 
Very Important 33 
Quite Important 19 
Undecided 28 
Off Little Importance 10 
Not Important 10 
TOTAL 100 
 
On average employees appreciate a pat on the back as a method of 
reward. 
Question 28 
Academic qualifications as the main criteria for promotion. 
Rating % 
Very Important 5 
Quite Important 43 
Undecided 29 
Off Little Importance 23 
Not Important 0 
TOTAL 100 
 
The responses reveal that promotion cannot solely be based on 
academic qualifications only. 
Reid and Adams  (2001) in their research found that family firms are less 
llikely to to have owners or directors who hold a university degree.   
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GENERAL ASPECTS 
Question 29 
The culture of the company. 
Rating % 
Very Important 38 
Quite Important 52 
Undecided 5 
Off Little Importance 5 
Not Important 0 
TOTAL 100 
 
Undeniably, the employees regard the culture of the company they are 
working for to be quite important.   
Question 30 
Working environment and atmosphere. 
Rating % 
Very Important 81 
Quite Important 19 
Undecided 0 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
It is noted that employees rank a suitable working environment to be 
very important.   
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Question 31 
Job Security. 
Rating % 
Very Important 81 
Quite Important 19 
Undecided 0 
Off Little Importance 0 
Not Important 0 
TOTAL 100 
 
As mentioned question, 31 and 30 was ranked to have the highest 
importance.  However, as with question 30, the researcher is of the 
opinion that the responses could have been biased.  The recent 
economic recess, which had a directly influenced, the industry in which 
the surveyed company operates might have had an influence.  
Especially as a number of other companies had to retrench a notable 
number of employees. 
4.2.2. Open Ended Questions 
As with the Likert scale responses in the previous section the following 
open-ended questions will also be categorised in the different 
management and operational aspects. 
The responses are indicated as percentages of the total number per 
responses.  
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Question 1 (Employee Development) 
What activities have energised your growth and 
development as a person in the company up to 
now?  
Company employee empowerment culture 3.33 
Co-workers 3.33 
Innovative thinking 3.33 
Job satisfaction 10.00 
Recognition 13.33 
Relaxed atmosphere 3.33 
Responsibility 23.33 
Self motivation 10.00 
Social Activities 3.33 
Teamwork 13.33 
Trust from superiors 13.33 
No response 0 
TOTAL 100.00 
 
The most important aspects to the employees surveyed are: 
- Responsibility; 
- Recognition; 
- Trust from superiors; and 
- Teamwork. 
Question 2 (General Aspects) 
What balance have you achieved between work and 
family? 
Average Balance 13.64 
Good Balance 36.36 
No Comment 4.55 
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None 13.64 
Well Balanced 31.82 
No response 0 
TOTAL 100.00 
 
In general, the surveyed participants are managing to have a good 
balance between family life and work responsibilities. 
Question 3 (Direction and Planning) 
How would you like business decisions to be made, 
by the directors only or a combination of directors / 
employees? 
Combination 61.90 
Directors 28.57 
No Response 9.53 
TOTAL 100.00 
 
From the response it is apparent that employees would prefer to be part 
of the decision making process.   
Question 4(a) (Governance) 
What particular skills or talents would you like to 
see in (a) the directors? 
Ability to motivate 2.94 
Business Skills 5.88 
Communication Skills 2.94 
Entrepreneurial 2.94 
Entrepreneurial 5.88 
Fairness 2.94 
Good example 2.94 
Interpersonal skills 32.35 
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Knowledgeable 2.94 
Leadership  11.76 
Marketing 2.94 
Modest 2.94 
Negotiation Skills 2.94 
No comment 2.94 
Passionate  5.88 
Responsibility 5.88 
Responsible 2.94 
TOTAL 100.00 
 
Although leadership skills are also identified to be important, the most 
important aspect required from directors, are interpersonal skills. 
Question 4(b) (Governance) 
What particular skills or talents would you like to see 
in (b) managers? 
Approachable 3.23 
Communication skills 6.45 
Employee strength and weaknesses 6.45 
Entrepreneurial 6.45 
Fairness 6.45 
Good interpersonal relationship 3.23 
Interpersonal skills 22.58 
Leadership 9.68 
Mentor 16.13 
Modest 3.23 
Motivation 9.68 
Responsibility 3.23 
Technical knowledge 3.23 
TOTAL 100.00 
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Similar to the responses to the previous question, the employees 
identified interpersonal skills to be important. However, mentoring was 
also highlighted.  
Question 5 (Direction and Planning) 
Do you understand the strategy of the company? 
No 77.78 
Yes 22.22 
TOTAL 100.00 
 
It is apparent that the employees did not understand the strategy of the 
company.  As all the employees were from the same company it can 
either be ascribe to a lack of the directors and management to convey 
the company strategy, or the employees have a lack of understanding 
pertaining to the strategy of the company. 
Question 6 (Policies and Procedures) 
In your opinion, what are the criteria for the appointed / 
promotion of managers / directors? i.e. Skills based, 
education etc 
Business Mind 3.23 
Capability 3.23 
Combination 6.45 
Education 12.90 
Experience 16.13 
Leadership 6.45 
Loyalty 6.45 
Managerial Skills 3.23 
Merit  3.23 
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Performance 3.23 
Qualification 9.68 
Skills 25.81 
TOTAL 100.00 
 
As the company surveyed, operates in a professional environment which 
are based on skills and education it is inevitable that respondents 
identified skills as important.  It is however notable that education was 
no ranked as very high. 
Question 7 (Direction and Planning) 
Do you regard the succession planning of the company 
to be well thought through?   
No 29.41 
Not familiar with the Succession planning 52.94 
Yes 17.65 
TOTAL 100.00 
 
As per the studied company procedures, it was apparent that 
succession planning was taking place on a high level and the said is not 
readily accessible by employees 
Question 8 (Policies and Procedures) 
How is performance monitored in the company?  Can 
you suggest an alternative method to improve the said? 
Based in income generated by employee 5.26 
Feedback from clients 5.26 
Income generated on projects 5.26 
Informal basis 5.26 
Managerial input 5.26 
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Market observation 5.26 
No Comment 31.58 
No formal plan exists 5.26 
Performance appraisal system 21.10 
Timesheets 5.26 
Unknown 5.26 
TOTAL 100.00 
 
A formal performance appraisal system is readily available as proof of a 
formal system.  However, the majority of the respondents opted not to 
respond to the question, which might indicate either apprehension 
towards the existing system, or a preference not to be evaluated in a 
strict formal manner. 
Question 9 (Policies and Procedures) 
Does the company have a formal compensation model 
or scale? 
No 50.00 
No Comment 16.67 
Not Sure 11.11 
Yes 22.22 
TOTAL 100.00 
 
During the research the directors have explain the formal compensation 
scale the company employs.  Alarming is the weighting of the 
respondents that are not aware of such a scale. 
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Question 10 (Employee Development) 
Do you feel that the current directors / management do 
enough to ensure development of the next generation? 
No 42.11 
No Comments 10.53 
Not Sure 5.26 
Yes 42.11 
TOTAL 100.00 
 
The responses pertaining to this question is equally distributed. 
Question 11 (Policies and Procedures) 
How is conflict managed in the company?  Do you feel 
the system is adequate?  
Informal 14.29 
No 28.57 
No Comment 14.29 
Not strict enough 4.76 
Responses 4.76 
Unprofessional 9.52 
Unsure 4.76 
Yes 19.05 
TOTAL 100.00 
 
The majority of the respondents are of the opinion that the current 
conflict management system is not adequate.  The directors have 
indicated that a formal conflict management procedure was only recently 
implemented.  The said might be reason for the response. 
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Question 12 (Policies and Procedures) 
What formal policies are you aware of in the company? 
Disputes 2.94 
Dress code 14.71 
Employment 5.88 
Grievance 5.88 
Internet usage 11.76 
ISO 9001 2.94 
Leave 20.59 
None 32.35 
Working hours 2.94 
TOTAL 100.00 
From the responses, it is clear that the leave policy is the most important 
to the respondents. 
Question 13 (Policies and Procedures) 
What is the policy of the company regarding the 
employment of family members?   
Allowed 57.14 
No policy exists 4.76 
No response 9.52 
Not familiar 28.57 
TOTAL 100.00 
 
The respondents are well aware that the company do allow the 
employment of spouses. 
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Question 14 (Policies and Procedures) 
Do you regard this stance of the company 
regarding the employment of family members 
as correct?     
No 9.52 
No it should not be allowed 4.76 
No response 9.52 
Not familiar 14.29 
Yes 61.90 
TOTAL 100.00 
 
A majority of the respondents prefer that spouses be allowed to be 
employed by the company. 
Question 15 (Governance) 
Would you say nepotism has a place in the internal 
operation of the company? 
No 60.00 
No comment 5.00 
No Response 10.00 
Yes 25.00 
TOTAL 100.00 
 
It is clear that the employees do not feel that nepotism has to be part of 
the company operation. 
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Question 16 (Leadership) 
How does the directors and management interact with 
employees, formal or on a relaxed basis? 
Both 25.00 
Formal 5.00 
No response 10.00 
Relaxed 60.00 
TOTAL 100.00 
 
One of the aims of the directors is to create an informal working 
environment that is not to strict and structured.  The said is evident in 
the responses received. 
Question 17 (Rewards) 
Is hard work the only rewarding mechanism? 
No 75.00 
No response 10.00 
Not sure 5.00 
Yes 10.00 
TOTAL 100.00 
 
The majority of the respondents feel that other aspects as well as hard 
work form part of a reward basis. 
Question 18 (Rewards) 
Are responsibility and accountability promoted?  
No 20.00 
No comment 15.00 
No response 10.00 
Not sure 5.00 
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Yes 50.00 
TOTAL 100.00 
 
It is clear that hard responsibility and accountability is promoted in the 
company. 
Question 19(a) (General Aspects) 
Do you have any formal education in the any of the 
different fields of business management?  
No 66.67 
Yes 23.81 
No Response 9.52 
TOTAL 100.00 
 
Although most of the respondents do have a tertiary education, the 
majority have no formal business education. 
Question 19(b) (General Aspects) 
Would you say that such an education would be 
beneficial in your role within the company? 
No 30.00 
No Response 60.00 
Yes 10.00 
TOTAL 100.00 
 
Even if the “No Response” count is omitted the majority of the 
respondents felt that a formal business education would not benefit 
them.  
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Question 20 (Policies and Procedures) 
What is your preference regarding internal company 
communication, formal or informal?  
Both 9.52 
Formal 38.10 
Informal 38.10 
No Comment 4.76 
No Response 9.52 
TOTAL 100.00 
 
The responses on this question are balanced. 
Question 21 (General Aspects) 
Describe your ideal working environment.   
Access to mentor 2.63 
Adequate Resources 32.63 
Corporate culture 2.63 
Current environment 2.63 
Equality 2.63 
Fairness 2.63 
Flexible working hours 7.89 
Impressive Office to be proud of 2.63 
Informal  2.63 
Knowledgeable directors (Office manager) 2.63 
Neat en tidy 2.63 
No Comment 2.63 
No Response 5.26 
Own Office 21.05 
Positive environment 2.63 
Professional 2.63 
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Quiet working environment 5.26 
Relaxed atmosphere 10.53 
Respectful 2.63 
Responsible employees 2.63 
Socially pleasant 2.63 
Sufficient electronic infrastructure 7.89 
TOTAL 100.00 
 
Having their own office and a relaxed working environment was rate 
highest. 
Question 22 (Policies and Procedures) 
What would you regard as an appropriate reprimanding 
manner? 
Counselling 5.88 
Formal 5.88 
In a Private Manner 29.41 
Monetary penalty 5.88 
No Comment 23.53 
No Response 11.76 
Official Warning 17.65 
TOTAL 100.00 
 
All employees prefer to be reprimanded in a private manner and accept 
the application of an official warning. 
4.3 SUMMARY 
 This chapter reflected the actual responses summarised and indicated in 
table format. 
 The following chapter will discuss the outcomes of the questions in the 
structured categories, namely; 
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- Governance 
- Policies and Procedures 
- Direction and Planning 
- Leadership 
- Employee Development 
- Rewards 
- General Aspects 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
76 
 
CHAPTER 5 
CONCLUSION 
 
5.1 INTRODUCTION 
In this chapter, the final chapter of the study, elucidations are made 
based on the results from the research as presented in the previous 
chapter.  The implications of each category are discussed and 
recommendations are presented. 
 
The limitations on this study are also indicated as well as possible 
further research recommendations are made. 
 
5.2 RESEARCH SYNOPSIS 
This research was directed towards identifying preference, related to 
business management, of employees not employed within a family 
business. The main aim of the research was to analyse the said 
preferences and identify specific characteristics, which a family business 
can adopt in order to attract, retain and motivate non-family employees 
within their companies to amongst other ensure sustainability.  
 
This study commenced with an introduction into the background of 
family business and the role these companies play in the overall 
economy.  The study followed with a literature review of available works 
executed on various facets of family owned business.   
 
The third section of the study comprised of an overview of the study 
execution and methodology related to the applicable type of analysis. 
  
The second last chapter reflected the individual findings of the survey 
and presented these in tabular form. 
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The next section within this chapter will discuss the individual findings 
and will further make recommendations under the relevant categories. 
 
5.3 INTERPRETATIONS OF THE RESULTS AND RECOMMENDATIONS  
5.3.1 Governance 
Form the responses the following preferences and requirements 
became evident: 
(a) Employees see the role of a formal decision making body, such 
as a board of directors important for the success of a company; 
(b) The company has to managed ethically according to 
prescriptions and regulations; 
(c) The employees see succession planning not only as important to 
the success of the company, but also as part of their career 
development; 
(d)  Employees would prefer flexible working hours; and 
(e) Although employees seek freedom with regard to decision 
making, mentoring is highly regarded. 
Recommendations: 
A family business has to make sure that the decisions be taken in a 
structured manner by a dedicated management team. 
It is important that a family business is not ignorant to the relevant 
business regulations and prescriptions, and should be a principled and 
moral company. 
It is natural that succession planning in a family business tends to only 
involve family members. However, in order not to discourage any non 
family members, the owners of a family business have to structure their 
succession planning in such a manner as to also attract and include non 
family employees. 
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5.3.2 Policies and Procedures 
(a) Formal internal employee policies are important; 
(b) The indicated importance of a formal human resources function 
as well as a formal grievance process indicates that they 
employees dislike nepotism in the work place; 
(c) The high rating of a formal, individual performance appraisal 
system is further an indication that employees would like to be 
evaluated by means of an unbiased process; 
(d) It is the view of employees that promotion into management and 
director level need to be based on firstly skills, secondly, 
experience and lastly education; 
(e) The company must have a formal compensation structure; 
(f) A formal employee development plan must exist; and 
(g) Employees do not have a problem with the employment of 
spouses in the same company. 
Recommendations: 
It is observed that the employees have a need to be treated equal and 
fair in the working environment.  Due its dynamics, most family business 
lack formal policies and procedures, which is anticipated as a direct 
source of frustration and demotivation to non-family employees? 
It is also important the non-family employees can see that the 
application of the policies and procedures are transparency and also 
applicable to family members. 
As per the succession planning the family business has to have a formal 
promotion plan that will allow non-family employees develop into higher 
positions of authority and decision making.  Related to this aspect is also 
the fact that all employees, family and non-family members, be 
evaluated on mainly skills. 
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5.3.3 Direction and Planning 
(a) The company need to have a clear vision; 
(b) Employees need to be involved with company and business 
decision such as strategy planning; 
(c) It is important that an entrepreneurial attitude be reflected by the 
management and directors; and 
(d) A clear succession plan must be conveyed. 
Recommendations: 
Non-family members need to know that the company has a strong sense 
on where it aims to be in the future and what its role in a particular 
industry is. 
Company owners have to ensure the reflection and development of an 
entrepreneurial attitude. 
 
Again, employees sees succession planning as an important aspect of 
the direction and planning of the company. 
 
5.3.4 Leadership 
 
(a) Employees prefer a formal employee management approach; 
(b) Employees would like management to share information; 
(c) Employees dislike nepotism; and 
(d) Managers and directors must have a relaxed interpersonal 
relationship with employees. 
Recommendations: 
Non-related employees have a preference towards a formal personnel 
management approach.  Unfortunately, one of the most notable 
characteristics of a family business is the informal manner in which 
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employees are managed.  This result also correlates to the indication of 
non-family employees to be treated equal to family related employees. 
Another requirement expressed by external employees is their 
eagerness to also be part of the decision being made.  It might be very 
difficult for a family business owner to value the input from a non-family 
member and likewise for other family employees to accept that a non-
family member has an input in the business.   
From the research, it also became apparent that employees dislike 
favouritism. This issue can also have a detrimental effect within a family 
business should family members and their opinions be in higher regard.  
The family business owners have to guard against a nepotistic 
management style.  This issue correlates to the importance and effective 
application of formal policies and procedures within the company. 
Employees prefer to have a relaxed working relationship with the 
management of a business.  As the whole concept of a family business 
is build around a culture of family, it is something that is already 
prevalent in a family business, however the owner has to ensure that 
this aspect is consciously maintained. 
5.3.5 Employee Development 
 
(a) Individual employee development plans need be in place, 
(b) The company must have a internal as well as an external 
training program, 
(c) It is important that managers also act as mentors, 
(d) Management must recognise good work, 
(e) Employees place a high regard on trust from management, 
(f) Teamwork must be promoted in the company. 
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Recommendations: 
With regard to the mentoring aspect, it is important that training of 
employees be a formal aspect of a family business.  By implementing an 
internal as well as external programmes, the family business will in 
addition expose their employees to the outside environment of its 
particular industry in which it operates which will make it more 
competitive. 
There is a need for employees to be recognised on good work, however 
this is not only a requirement on non-related employees only. 
The aspect of trust in a family business is definitely a sensitive issue as 
it is natural that family members will trust relatives above unrelated 
employees.  
5.3.6 Rewards 
 
(a) The value placed on monetary rewards is regarded high by 
employees, 
(b) Compensation need to be done a formalised and structured 
scale, 
(c) The value of non-monetary rewards such as days off, etc, is not 
regarded very high, 
(d) A “pat on the back” for good work is highly regarded, 
(e) Promotion based on academic qualification is placed in high 
regard, 
(f) Responsibility and accountability need to be taken into account 
in the rewards structure. 
Recommendations: 
It is important that family businesses have knowledge of the salary 
scales within the market that it operates.  By offering higher salaries 
than the market average will have an e appeal to external employees, 
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and will also be a mechanism to retain non-family employees within the 
business. 
The family business must have a structured and undifferentiated 
compensation plan. 
Again, the matter of recognition was found to be important to 
employees.  
Academic qualifications that correlate to the internal and external 
development programme hold high value to employees.  It is thus 
important to ensure that academic qualification forms part of the 
succession plan of a family business. 
Similar to academic qualification, employees requires that the level of 
responsibility also be incorporated into the reward structure.  
5.3.7 General Aspects 
 
(a) The company culture is important, 
(b) A relaxed working environment is important, 
(c) Job security is a prerequisite, 
(d) Regard for employee family by management is important, 
(e) Private office space is preferred. 
Recommendations: 
From the previous categories it can be ascertain that employees prefer 
to have a relaxed culture and working environment.  
Job security can also be used as an effective tool by the owner of a 
family business in order to attract outside employees. 
A prerequisite that is naturally encompassed within a family business is 
the regard for family.  The owner of a family business can definitely 
promote his business on this aspect and further link the said to the 
culture of the business. 
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Although the last mentioned preference, namely private office space, 
was indicated to have a high importance, this is influenced by numerous 
factors and variables and is therefore accepted not to have any notable 
benefit in the attraction of external employees. However, it will have a 
definite motivational benefit in retaining and motivating non-family 
employees. 
5.4 LIMITATIONS AND RECOMMENDATIONS FOR FURTHER 
RESEARCH 
5.4.1 Limitations of the Study 
 The most notable limitation to the study is the fact that only one non-
family business was target.  In retrospect, it is accepted that the study 
could have been more insightful should the results of an additional 
company also have been considered. 
5.4.2 Recommendations for Further Research 
 Based on the findings of this study, the following additional research is 
recommended: 
• A similar comparative study between employees employed within a 
family business; 
• What the real value of non family employees within a family 
business; 
• The effect on related employees in a family business once non 
family employees are introduced to the business; and 
• The most effective succession structure which  also makes 
provision of non family employees. 
 
5.5 CONCLUDING REMARKS 
Although a family business is in essence very different from any other 
type of business, it is of paramount importance that the employee 
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resources within the company be a true reflection of the industry in 
which it operates.  
 
By ensuring that the family business is on at least equal par with its 
industry competitors, especially related to attracting and retaining 
outside employee, the sustainability of the business can be improved. 
 
The study has shown that employees, employed by a non-family 
business most often have different aspirations related to motivation, 
reward and loyalty, than related employees within a family business. 
 
There is a definite benefit to family business to pursue the facts 
highlighted in this study. 
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ANNEXURE 
 
Annexure A: Distributed Questionnaires 
 
Hereunder is a duplicate of the actual questionnaires preceded by the 
motivational letter that were distributed. 
The questionnaire consisted of two parts, namely Likert scale type questions and 
open ended questions. 
Each of the part consisted of the assessed categories, namely; 
- Governance; 
- Policies and procedures; 
- Direction and planning; 
- Leadership; 
- Employee development; 
- Rewards; and, 
- General aspects. 
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MOTIVATION FOR MBA RESEARCH QUESTIONNAIRE 
 
Research Title:  Attraction and Retention of Non-Family Business Employees. 
 
 
Dear Sir/Madam 
I am in the process of conducting the above research in partial completion of a Masters 
Degree in Business Administration through the NMMU. 
The first part of the research project consisted of a literature review that focussed on the 
dynamics of family businesses.  The main aim of this initial assessment was to identify 
specific business characteristics that are notably different to non-family businesses. 
The subsequent stage of the research will consist of a physical assessment of an active 
small, non-family business.   
The aim will not only be to highlight and corroborate fundamental differences between the 
two types of businesses, but more importantly, to identify specific  facets that can be 
adopted by non-family businesses foreseen to ensure a higher level of success and 
sustainability. 
Amongst other research methods, a purpose designed questionnaire was compiled to gain 
realistic results.  The main objective of this questionnaire will be to determine the importance 
of the following, as perceived by the employees of the business; 
- governance; 
- policies and procedures; 
- direction and planning; 
- leadership; 
- employee development; 
- rewards; and  
- general aspects. 
It would be appreciated if you could take time to complete the attached survey and place 
your completed questionnaire anonymously in the box placed at the reception desk.  
Thank you for your assistance and willingness to make a contribution to my research project.  
 
Yours Faithfully 
Jacques van Zyl 
jvz@bviec.co.za 
083 445 1772 
 
94 
 
LIKERT SCALE RATINGS 
  (1) (2) (3) (4) (5) 
 
Characteristic 
Very 
Important 
Quite 
Important 
Undecided 
Of Little 
Importance 
Not 
Important 
 The following questionnaire focus on aspects related to your current employer / employment.  Please indicate your perceived importance 
of the following aspects by marking the corresponding column. 
 
GOVERNANCE 
1 The function of the board of directors and management in the 
success of the company. 
     
2 
The importance of contributions the CEO of the company make. 
     
3 
Development and enforcement of internal employee policies. 
     
4 Enforced, stringent management practices in line with government 
prescriptions. 
     
5 
Succession planning. 
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POLICIES AND PROCEDURES 
6 
Application of formal grievance / conflict procedures. 
     
7 
Human resources policies and procedures. 
     
8 
Formal employee performance evaluation process / system. 
     
9 
An official internal human resources department. 
     
10 
Flexible working hours. 
     
 
DIRECTION AND PLANNING 
11 
Clear company vision. 
     
12 
Strategic planning with involvement / input of employees. 
     
13 
Entrepreneurial attitude and reflection of management. 
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LEADERSHIP 
14 
Strict management of employees. 
     
15 
Sharing of information with employees by management. 
     
16 
Employee favouritism. 
     
17 Approach of decision making by management by involving 
employees. 
     
18 
High level of interpersonal skills of managers. 
     
 
DEVELOPMENT OF EMPLOYEES 
19 
Individual employee development plans. 
     
20 
Internal tuition programs for employees. 
     
21 
Self managed work teams. 
     
22 
Employee mentoring directly by management. 
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REWARDS 
23 
Monetary rewards as a mean to motivate employees. 
     
24 
Formal reward compensation plan. 
     
25 
Individual non-monetary rewards i.e. time off. 
     
26 
Added responsibility due to good performance.  
     
27 
Pat on the back. 
     
28 
Academic qualifications as the main criteria for promotion. 
     
 
GENERAL ASPECTS 
29 
The culture of the company. 
     
30 
Working environment and atmosphere. 
     
31 
Job Security. 
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OPEN ENDED QUESTIONS 
1 What activities have energized your growth and development as a person in 
the company up to now?  
2 What balance have you achieved between work and family? 
3 How would you like business decisions to be made, by the directors only or 
a combination of directors / employees? 
4 What particular skills or talents would you like to see in (a) the directors and 
(b) the managers? 
5 Do you understand the strategy of the company?  If so elaborate? 
6 In your opinion, what are the criteria for the appointed / promotion of 
managers / directors? i.e. Skills based, education etc. 
7 Do you regard the succession planning of the company to be well thought 
through?  Substantiate your answer. 
8 How is performance monitored in the company?  Can you suggest an 
alternative method to improve the said? 
9 Does the company have a formal compensation model or scale? 
10 Do you feel that the current directors / management do enough to ensure 
development of the next generation? 
11 How is conflict managed in the company?  Do you feel the system is 
adequate? Why? 
12 What formal policies are you aware of in the company? 
13 What is the policy of the company regarding the employment of family 
members?   
14 Do you regard this stance of the company regarding the employment of 
family members as correct?  Substantiate. 
15 Would you say nepotism has a place in the internal operation of the 
company? 
16 How does the directors and management interact with employees, formal or 
on a relaxed basis? 
17 Is hard work the only rewarding mechanism? 
18 Are responsibility and accountability promoted? How? 
19 Do you have any formal education in the any of the different fields of 
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business management? Would you say that such an education will be 
beneficial in your role within the company? 
20 What is your preference regarding internal company communication, formal 
or informal? Why? 
21 Describe your ideal working environment. 
22 What would you regard as an appropriate reprimanding manner? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
